75th against 141 countries globally, and ranks 15th against the other 23 Asia-Pacific members. This is well below Vietnam's close competitor Thailand, which is currently ranked 35th internationally and 10th in Asia Pacific, with a contribution of 9% of GDP (Crotti and Misrahi 2015) . Human Resources are considered to be a key aspect of the Asia-Pacific region's strategy to develop the travel and tourism sector, which offers possibilities for several countries to improve their position via a high-quality education system (Crotti and Misrahi 2015) . Vietnam's overall performance in the area of Human Resources and Labour Market in the Travel and Tourism Competitive Index is 55th-placing Vietnam significantly below the performance of Thailand, ranked 29th internationally.
Within the hospitality area, tertiary education is a major workforce provider for local enterprises, with students prepared through vocational (VET) and higher education (HE) institutions. In preparing students, HE and VET providers have a different emphasis. Vocational colleges/schools place a greater emphasis on specific operational skills targeted to the immediate needs of the industry whereas universities where a greater focus on strategic management strategies, learning how to flexibly cope with the changing skill requirements or the rapid technological advances (Zagonari 2009 ). However, upon graduation, HE graduates compete with VET graduates for the same basic operational positions (requiring operational skills) with limited managerial positions (requiring strategic skills) available. This situation links to that seen in other developing nations which has looked at the growth of over-education in unskilled jobs, underlined by the weak demand for skilled labour, and slow expansion of education-intensive occupations (Mehta et al. 2013) .
Given the different pathways to hospitality careers taken by students in Vietnam, yet very similar career opportunities offered to students in the current labour market, it is particularly interesting to understand how they view the hospitality workplace and how they see theirs as a future career environment. Such perceptions have the potential to inform our understanding on the refinement of education, training and job and also labour market strategies to gain most for the industry. However, little attempt has been made to address various student perceptions according to their tertiary educational level. Therefore, the purpose of this study is to identify and examine underlying factors that determine tertiary students' overall career perceptions, and predict their educational level (VET or HE) in hospitality in the Vietnamese context.
Literature review
This section will review and discuss research relating to the importance of relationships between the hospitality industry and education as well as the implications of industry internships for stakeholders. The review then concludes with previous research on students' perceptions of hospitality careers, and the industry-education relationship in the Vietnamese context.
Hospitality industry-education relationships
A large body of research lends support to the significance of hospitality industry-education collaboration (e.g., Barrows and Walsh 2002; Goodman and Sprague 1991; Jayawardena 2001; Littlejohn and Watson 2004; McHardy and Allan 2000; Zopiatis and Constanti 2007) . Although higher education institutions (HEIs) have maintained their agreement, in principle, with industry regarding the inclusion of internship components in hospitality education programs, questions have been raised regarding the quality of the industry-education relationship (Zopiatis and Constanti 2007) . Few studies have addressed the quality of this relationship and the degree to which hospitality programs meet the requirements of industry (Lam and Xiao 2000; Zopiatis and Constanti 2007) . Zopiatis and Constanti (2007) developed a five-GAP model from their investigation of the hospitality industry-education relationship in Cyprus, highlighting issues in the relationship between hospitality educators, students and industry. These gaps include the mismatch between students' expectations whilst enrolled at educational institutions, and their learning experience in terms of academic delivery (Gap 1), between students' expectations and their actual industry experience (Gap 2), between students' expectations of workplaces and the actual operation of hospitality enterprises (Gap 3), between industry requirements and the delivery of educational providers (Gap 4) and between the institution's planned experience and students' actual industry experience (Gap 5). To fully understand the nature of the relationships these five gaps must be examined from the perspectives of all involved, i.e., hospitality industry, students and educators.
As a pioneer in the European hospitality industry, Switzerland has successfully explored the industry-education relationship via the systematic integration of theoretical components and industry internships (Zopiatis and Constanti 2007) . The fruitful industry-education relationship has resulted in effectively addressing the five gaps. Since the early 1920s, the development of hospitality educational programs oriented towards industry expectations have been extensively adopted in the hospitality industry worldwide, and this orientation has been recently introduced in Asia (Shariff 2013) . In the early 1980s, hospitality educators and industry practitioners agreed internships should be an essential component of hospitality education programs to effectively prepare students for engagement as future industry professionals (Morrison and O'Mahony 2003) . The achievement of such programs require a close partnership between the hospitality industry and education providers (Tesone and Ricci 2005; Zopiatis and Constanti 2007) . Through this partnership, industry needs can be identified and addressed, through the provision of skilled staff with appropriate educational qualifications (Smith and Cooper 2000) . A competitive education system must respond to the needs and expectations of those involved, including industry employers, students, and educational providers (World Tourism Organisation 2004) . However, the achievement of such programs is, in many developing countries, still in the early stages of development.
Internships and implications for stakeholders
Internships realise many benefits for all stakeholders, in a field where occupation-specific skills are critical. For employers, internships provide access to a pool of workers who are academically-trained at a low cost (Beggs et al. 2008) , typically enthusiastic and dedicated to the industry, and bring fresh ideas to the workplace (Walo 2001) , thus helping to avoid staff turnover (Fell and Kuit 2003) . Internships also provide employers with opportunities to screen potential employees prior to making long-term commitments, and to have direct involvement in training future managers (Ju et al. 1998; Petrillose and Montgomery 1997) . Employer recruitment processes are facilitated through internships by providing a more in-depth assessment of potential employees working as interns than via one-off job interviews (Yiu and Law 2012) . Research indicates that interns who undertake graduate positions with the company with whom they completed their internship exhibit greater job satisfaction and more realistic expectations grounded in their experience (Hiltebeitel et al. 2000) .
For education providers, internships can strengthen links with industry. This can enhance collaborative research opportunities, raise an institutions' profile, and establish long term working relationships between industry and institutions to optimise future graduate employment opportunities (Bell and Schmidt 1996; Walo 1999) . The enhanced link between industry and institutions can lead to improved curriculum provision (Leslie and Richardson 2000) , and the credibility of an institution may then be acknowledged by industry via enhanced student performance (Cook et al. 2004) . In terms of student recruitment, the inclusion of an internship component can also provide an institution with a competitive advantage as research indicates that parents believe job search upon graduation can be facilitated via previous internship experience (Yiu and Law 2012) .
For students, internships provide opportunities to put into practice theoretical concepts learnt in their programs, gain a greater understanding of industry requirements, explore career choices, and develop important hands-on, work-related skills (e.g., Barron 1999; Singh and Dutta 2010; Velde and Cooper 2000) . Research on hospitality work internships has predominantly focused on skill development in internships (Maher 2005) , with findings indicating that participation contributes towards developing students' managerial skills (Walo 2001) , including leadership, human resources, oral and written communication, interpersonal communication, problem solving, teamwork, planning and decision-making (Molseed et al. 2003) .
Student perceptions of hospitality careers
Student attitudes towards working in the hospitality industry are likely to be influenced by their internship experiences. Student motivation and commitment to a hospitality career varies, and is highly dependent on their experiences in workplaces, especially during their industry internships (Aksu and Köksal 2005; Bednarska and Olszewski 2013; Jiang and Tribe 2009; Kusluvan and Kusluvan 2000; Richardson 2010a, b; Wang and Huang 2014) , as the benefits of internships support the wider incorporation of these components into hospitality programs (Yiu and Law 2012) . Cook et al. (2004) examined HE students' attitudes towards specific elements of an ongoing internship program from 12 colleges and universities in the United States. After the internship, students reported appreciation of their experiences, and stated they had developed enhanced confidence and an improved ability to work with others (Cook et al. 2004) . In other research, benefits students perceived from their internship experiences included a better understanding of an organisation's structure and functions, the ability to form realistic career expectations, a wider professional network, an increased ability to adapt to change, and improved leadership skills (Lee 2008) . However, all internships do not deliver positive experiences, with a low level of satisfaction reported where students' expectations prior to internships exceed their perceptions on completion of the internship (Lam and Ching 2007; Singh and Dutta 2010) .
Several studies during the 2000s have reported a substantial number of hospitality graduates leave the industry due to low levels of job satisfaction, lack of motivation, and poor working conditions (e.g., Kusluvan et al. 2003; Shin and Lee 2011) , accounting for increased staff turnover and attrition of trained personnel in the industry. Kusluvan and Kusluvan (2000) developed a multi-dimensional attitude scale to investigate students' career perceptions of hospitality, and validated their instrument with fourthyear tourism and hotel management students in Turkey. They reported students held negative perceptions towards almost all dimensions of working in hospitality. Richardson (2010a) applied their attitudinal scale in an Australian context, and found that more than 50% of the surveyed students were contemplating careers outside the industry, with 92% of these participants citing that such a decision primarily resulted from negative working experiences in the industry. When comparing hospitality students' views at two universities in the United Kingdom and the Netherlands, Jenkins (2001) found that students tended to develop unfavourable attitudes towards the industry as they progressed through their studies. In an Asian context, Jiang and Tribe (2009) investigated Chinese students' attitudes towards working in the hospitality industry and found that these students perceived hospitality professions 'short-lived' . The factors impacting on their attitudes were related to individual characteristics, the nature of hospitality jobs, interactions with tourists, pre-internship practical training, and management practices at the hospitality organisations. These concerns about long-term hospitality careers have implications for different stakeholders with regard to the HE sector and hospitality industry in both China, and elsewhere.
Research in a variety of contexts indicates that industry internships or work experience affects students' career perceptions in a negative manner. Maintaining students' satisfaction with their internship experience has been argued to be of crucial importance (Chen et al. 2009; Fong et al. 2014; Lam and Ching 2007; Singh and Dutta 2010) . Therefore, on-going investigation and monitoring of students' views of working in the industry are needed to update and improve educational programs to realise the benefits of internships for students.
Hospitality industry-education relationship in Vietnam
Hospitality education, while first introduced in Vietnam by three universities during the 1980s, offering limited majors primarily focused on food and beverages (VNAT 2006) , is still a developing field. Educational institutions offering hospitality programs at tertiary level continue to grow in number, with 38 institutions identified in (VNAT 2004 ), 114 in 2007 , and 125 in 2010 (Nguyen and Chaisawat 2011 . Despite three decades of operation, Vietnam's tertiary hospitality programs, particularly those at HEIs, have not experienced major improvements in updating program content in terms of meeting industry requirements for work-related skills. A focus on preparing human resources for the hospitality industry in terms of quantity, rather than addressing industry demand for high quality human resources, is an ongoing concern (Nguyen and Chaisawat 2011). Educational quality is a major issue as standards for hospitality HE have not been fully formulated and consistently applied across educational providers (VNAT 2012) .
However, research suggests the current education system in Vietnam does not effectively prepare graduates with the necessary skills required to successfully engage in the industry, particularly with respect to the skills needed to engage in enterprises with international connections (Bodewig and Badiani-Magnusson 2014) . In HE across different disciplines, several constraints have emerged including a mismatch between educational institutions' training approach, and the actual needs of industries, and the poor alignment of program content across different subject areas (Institute of International Education 2004; Oliver 2002) including hospitality (Le et al. 2015; Nguyen and Chaisawat 2011) . One identified concern with the HE programs is the high unemployment rates of graduates who are under-prepared in terms of professional knowledge and skills (IIE 2004; Ketels et al. 2010; Oliver 2002) .
Attempts to develop and improve the education system are dependent on the integrated response from three primary stakeholders, including government agencies, educational institutions, and industry (Jafari 2002). However, in Vietnam research indicates that cooperation between educational institutions and industry is limited (Ashwill 2010; Bilsland and Nagy 2015; Di Gropello 2008; Ketels et al. 2010; Trinh 2008) , resulting in educational institutions' ineffective response to labour market needs (Di Gropello 2011). Also, research indicates minimal initiative support policies to facilitate and encourage greater partnerships between stakeholders (Jafari 2002; Tran 2015) . Although internships are considered an important component of hospitality programs, hospitality students in most institutions are advised to proceed with applying for work internships on their own, with institutions only providing administrative support. Interestingly, there are no processes through which hospitality institutions are informed of the work undertaken by students, nor any assessment provided by the workplace involved. This has resulted in a lack of monitoring of the delivery of workplace practices and professional development by students.
Despite having different vocational foci in terms of occupation-specific skills preparation, both VET and HE students are required by their institutions to undertake similar internships in the hospitality industry, preferably in 4-star and 5-star hotel companies, including multinational hotel enterprises.
As in other developing economies, the Vietnamese hospitality sector includes small and medium enterprises (SMEs), as well as high-end hospitality service providers. Additionally, this sector also includes many large, multinational hotel enterprises which are usually positioned at the highest end of the scale in terms of size and prestige, and hold senior positions in the labour market (Fligstein 1996; Podolny 1993) . With significant market power and large scale of operation, these organisations are major sources of employment across different skill levels; however, their recruitment policy, primarily directed towards expatriates for the majority of management positions (Fortanier and Van Wijk 2010; Kusluvan and Karamustafa 2001; Mowforth and Munt 2003) , offers limited opportunities for indigenous labour force participants. This also limits both potential upskilling for local HE trainees and graduates as they transition from their academic learning environments into industry practice.
Students' perceptions of their employability in the changing context of HE and labour markets has been explored in many studies (e.g., Rothwell and Arnold 2007; Rothwell et al. 2008 Rothwell et al. , 2009 Tomlinson 2008) . Findings indicate that students were concerned about the utility of their university qualifications in securing expected employment outcomes. They viewed themselves as being in competition with a growing supply of other graduates entering the labour market with similar profiles and aspirations. Due to the global expansion of HE, an increased number of students have been positioned outside, and excluded from, graduate labour market opportunities (Leathwood and O'Connell 2003; Reay et al. 2005 ). This suggests that hospitality students face challenges in gaining positional advantage in a labour market where academic qualifications are decreasingly valued by employers (Brown et al. 2004 ). This results in the current situation in Vietnam where graduates at different educational levels are often competing for the same positions in the labour market. It is likely that such patterns of labour market inequality are reinforced by the expansion of HE and the declining value of academic credentials (Tomlinson 2008 ).
Methodology
A quantitative study utilising an online survey was conducted with 234 hospitality students from different higher education institutes (HEIs) and VET colleges in the South of Vietnam. The HEIs and VET colleges selected in this study offer various disciplines/ majors including hospitality-related majors, e.g., hotel and restaurant management.
Instrument
The survey instrument was adapted from Kusluvan and Kusluvan (2000) "Perceptions and attitudes of undergraduate tourism students towards working in the tourism industry in Turkey", a widely used, multi-dimensional scale. This scale was initially validated with a large sample of Turkish tourism and hotel management students, and further utilised and successfully validated in several studies investigating students' perceptions of working in the hospitality/tourism industry in different contexts including Australia (Richardson 2009 (Richardson , 2010a , United States (Richardson and Thomas 2012) , Malaysia (Richardson and Butler 2012), and China (Wang and Huang 2014) . Permission was sought and approved by the first author for the scale to be utilised and adapted in this study.
Modifications were made to the original 79-item scale under nine dimensions of hospitality/tourism workplaces for this study. As a first screening step, items with corrected item correlation of less than .4 from the initial study (Kusluvan and Kusluvan 2000) were not included, resulting in 61 items in the modified scale used in the pilot testing phase. This adaptation process resulted in small changes to eight of the nine dimensions, with major changes being made to the first dimension-'Nature of work'-with only three of the original twelve items being included. While this meant that the 'Nature of work' dimension would be weak, this was aligned with the main objective of the survey to gauge students' views on the hospitality workplaces in which they experienced during their internships/internships.
A three-part survey was developed. Table 1 provides a summary of the survey structure, including background details and additional views from participants.
"Background" section sought demographic information about participants including age, gender, current degree enrolled, and reasons for hospitality study. The section consisted of eight questions with a range of closed options. In "Literature review" section, responses to attitudinal items were measured on a 5-point Likert scale assessing agreement, indicating the level of agreement (from 1 = strongly agree to 5 = strongly disagree). In "Hospitality industry-education relationships" section, participants were asked to share any additional comments regarding their experiences in hospitality workplaces that were not addressed in the survey. This offered an opportunity for participants to provide further details on their experiences.
Translation of the survey using the modified scale was performed using a blind, backtranslation process. A pilot test of the survey was undertaken to reflect on potential problems in the survey, and to make appropriate revisions before the final release. This process also provided a check on the translation process. Electronic copies of the survey using the modified scale were emailed to thirty Vietnamese hospitality students in Vietnam. They were asked to complete the survey and provide feedback on the comprehension and clarification of the items used in the modified scale. Modifications and changes were then made to reflect the feedback provided by the students on the survey. The summary of changes is shown in Table 2 .
The piloting process resulted in the final 54-item scale with seven dimensions: (1) nature of work (2 items), (2) social status (3 items), (3) industry-person congeniality (9 items), (4) pay/promotion opportunities (8 items), (5) co-workers (9 items), (6) managers (13 items), and (7) commitment to the hospitality industry (10 items) (see Appendix). Based on the feedback in the pilot, the questions/statements in dimension 'physical working conditions' were found to be not relevant to the Vietnamese context. The dimensions 'pay/fringe benefits' and 'promotion' in the original scale were combined and labelled 'pay/promotion opportunities' in the questionnaire for this study. Also, several questions/statements in the original scale, after being assessed against contextual 
Sampling and procedures
Criterion-based sampling was applied to identify students who had completed their work internships, and would be well positioned to provide insights into their professional development journey experienced in industry environment. HEIs sampled in this study are profiled in Table 3 . The HEIs selected in this study offer various disciplines/majors including hospitality-related majors, e.g., hotel and restaurant management. As each discipline/major is assigned equal student quota, the annual intake for the hospitality-related major/s of an HEI was estimated from the total annual intake in each institution. For example, OP offered 15 majors with a total annual intake of 2500, which generated approximately 166 enrolments for the major-Hotel and Restaurant Management‖. All the HEIs selected for this study have been operating for approximately 10 years or more. During this time UFM, HSU and NTT were upgraded to university level (offering 4-year bachelor degrees) from their initial college level (offering 3-year diploma degrees). The hospitality-related programs offered at the HEIs have been well established over the operation period of each institution. Students in these institutions have easy and convenient access to computers, and as a part of their courses are required to use the internet on a regular basis to access information such as announcements, lecture notes and academic events. Emails are the preferred mode of communication in these institutions. An emailed link to the online survey was considered the most efficient strategy to collect survey responses.
Participants were informed of the purpose of the survey in an invitation email, with instructions provided on completing specific sections throughout the survey. The issue of response rate, critical in the use of surveys, was considered in planning the data collection process. In an environment such as a tertiary institution where students have broad access to, and familiarity with information technology, online surveys are widely used to provide a quick and easy form of data collection, particularly where large numbers of participants are available, or where such participants are located at a geographically broad distance. However, response rates are an important consideration in online survey research with factors such as question length and type, and the personality of the recipients needing consideration (Kaplowitz et al. 2004) . The concern about low response rates from e-mail and web-based survey was also raised by Sills and Song (2002) , who viewed the combination of web-based surveys and mailed surveys providing a good strategy through which to gain a high response rate. Accessibility is also a recognised issue with access to computers and technological competence (Mertler 2001 ) an important consideration. For this study, contact was made with staff in each institution to ensure engagement with students was achieved, also providing the capacity to provide reminders to students to enhance response rates. Reminder emails were also sent to encourage survey completion. To assist in the delivery process initial contact with academic coordinators in the target departments/faculties who had regular contact with the identified students was made early in the study seeking assistance in the surveying process. A snowballing technique was also used to further increase the response rate. The students were asked to assist in circulating the link to the survey in other communication channels such as Facebook and personal emails. No mandatory responses were included in the survey, further encouraging participants to complete the survey.
Data analysis
Descriptive and multivariate analyses were undertaken using SPSS Version 24. The responses to the attitude statements by dimensions were firstly summarised by response pattern with Chi squared statistics used to explore differences between HE and VET student responses. To address multiple test issues, a Bonferroni correction was applied. With 54 items being tested, significance was tested against p < .001 (.05/54 hypotheses) (Cabin and Mitchell 2000) following a check that assumptions were met (i.e. 20% or less of the cells having expected counts less than 5). The effect size, was also examined using Cramer's V, with interpretation based on Cohen's (1988) guidelines with regard to the r family values, i.e., Cramer's V in this study, which is rarely above .70. These guidelines are based on effect sizes usually found in studies in education and behavioural sciences (Morgan et al. 2013) .
Multivariate analyses were then undertaken to explore student group differences. A Reliability Analysis was undertaken on each dimension, and where appropriate average scores calculated. As the sample size of 253 cases is considered to be fair (Tabachnick et al. 2001 ), a further assessment of the predictive items by student groups was captured through a logistic regression. Models (i.e., equations) were created for six dimensions. As the reliability for the dimension 'nature of work' was relatively low (α = .430), and given the small number of items in this subscale due to limited inclusion of items from the original scale, this dimension was not included in this analysis.
A binary logistic regression was undertaken to simultaneously explore the possible effect of the different items in each dimension against status as either a VET or HE student and the prediction of this status. This is an appropriate choice given the nature of the data (i.e. categorical predictor and ordinal independent variables). The assumptions of logistic regression (Berry 1993; Field 2013) were checked and met for the data in the study. These assumptions include variable types and large sample size, with very limited multicollinearity among independent variables (Field 2013) . The full models containing all predictors were statistically significant with the p < .001, indicating that the models were able to provide a predictive measure of group status-whether VET student or HE student. For consistent interpretation, when a significance odds ratio (OR) < 1, it was inverted, i.e., 1/OR. Results to open comments are not reported in this article. Note that for consistency, the reverse coding used in the reliability assessment was also used in this analysis, thus a low score indicates strong agreement.
Results

Characteristics of the participants
Survey responses were received from 253 participants-149 from those in an HE program and 104 in a VET program. The background of participants is summarised in Table 4 . The participants were predominantly female (61.9%), although some gender difference is seen between programs with a higher proportion of HE students identifying as female (69.8%) compared to VET students (50.5%). This gender distribution well represents the overall hospitality workforce which is also predominantly female, and is also similar to that across Vietnamese hospitality HE, which has a ratio of 2:1.
The participants were predominantly aged between 18 and 24 years (91.3%), the typical age range of tertiary students in Vietnam (Do and Do 2014). Whilst only 4% of the HE participants were aged between 25 and 30, a slightly higher 14.4% of the VET participants were in this age group. This representation across age groupings between the two participant groups likely captures participation in tertiary education for both academic preparation (via HE programs), and ongoing vocational development (via VET programs).
All participants had completed industry internships. The greater majority (67.2%) had 6 months or less experience, while 13% reported having more than 9 months' work experience in industry. More VET participants (43.3%) reported completing longer internship periods (6 months or more) than did their HE counterparts (25.5%).
The participants were asked to indicate the departments/areas in which they had their longest work/internship experience. The major areas in a hospitality enterprise include occupation-specific areas such as front office, food and beverages, kitchen, house-keeping, and general areas such as human resources, and sales and marketing. Of 248 responses, for both groups the main activity was food and beverages (54.8% and 60.2% for VET and HE respectively). However, while the next most frequent activity for VET students was the front office (20.2%) followed by kitchen (12.5%) and housekeeping (11.5%), the pattern was somewhat different for HE students with a lesser 12.5% in the front office, but a higher 21.5% doing housekeeping.
Views of hospitality workplaces
The survey responses, by dimension and program, profile of the views of hospitality students towards different facets of hospitality workplaces during their internships (Table 5 ). Chi square statistics identify significant differences between student groups, by survey statements across seven dimensions. Strengths of relationships are assessed by a Cramer's V statistics on significant relationships.
From the findings, marked differences between the views of the HE participants and the VET participants across all aspects of hospitality workplaces were observed. Notably, on the issues relating to pay/promotion opportunities, management, and commitment to working in the industry, the HE participants appeared less positive than the VET participants. These three dimensions are discussed below (refer to Appendix for full responses to seven dimensions).
The dimension "pay/promotion opportunities" clearly demonstrated strong areas of difference between the two participant groups, with significant differences seen on all eight items of this dimension (p <.001). The participants, on average, showed contrasting views on four items 2, 4, 5, and 6 among the eight items, recording statistically significant differences. Thus, looking at items where there was a level of difference in the views, on item 2 'low pay' , 65.3% of the HE participants (M = 2.27) were in agreement that the pay was low for long hours of work, while only 31.4% of the VET participants indicated this view (M = 3.18). Another differing response pattern was item 6 'experience-based promotion'. Whereas 59.1% of the HE participants showed agreement (M = 2.32) on the feature of experience-based promotion, i.e., number of years working in the industry taken into consideration for promotion decision making, only 28.1% of the VET participants expressed a similar view (M = 3.13). The HE participants, on average, showed a higher degree of agreement (M = 2.39) with promotion being limited in the hospitality industry as opposed to the VET counterparts (M = 3.16). Interestingly, among 10 out of 13 items having significant difference recorded on dimension "managers", whilst the majority of the VET participants (80.2%) showed disagreement towards item 4 with regard to most managers having no educational background in hospitality, almost half of the HE participants expressed uncertainty (45.3%), and 38.7% expressed an opposite view. Another different response pattern observed on item 10, indicated that whilst 64% of the VET participants indicated disagreement towards 'managers' not helping employees with personal problems' , only 27.9% of the HE participants expressed this attitude. Similarly, 73.5% of the VET participants indicated managers put great effort into making sure employees were satisfied with their jobs, as compared to 38.6% of their HE counterparts.
Looking at "commitment to the industry", the HE and the VET participant groups were significantly different on seven out of ten items. Firstly, 65.4% of the VET participants were in disagreement that a career in hospitality was outweighed with disadvantages, while only 34.9% of the HE participants indicated this view. Therefore, hospitality was viewed as being a satisfactory career path by 87.5% of the VET participants as compared to 59.1% of the HE participants, and being a promising vocational future perceived by * Due to Bonferroni correction of multiple testing, significance is tested against p < .001; Effect sizes (Cramer's V) based on Cohen's (1988) guidelines: between .20 and .40 "medium or typical", between .40 and .60 "large or larger than typical" 81.6% of the VET participants (M = 2.47) and 48.3% of the HE participants (M = 3.36). Whilst many participants in both groups were uncertain about whether they had a definite plan for working in the hospitality industry, 49.5% of the VET participants expressed the attitude of being keen on a hospitality job as compared to only 15.5% of the HE participants displaying a similar attitude.
Assessing significant educational level differences
A key question from this analysis is whether a different profile for VET and HE students can be identified. Logistic regression was undertaken to identify items that were most predictive of group membership, thus most clearly differentiating the views of HE and VET students. Results, of the significantly differentiating variables, by dimension, are presented in Table 6 . This assessment identified significant factors in all six of the models assessed with odds ratios ranging from those indicating very major differences in the issues on work environment between VET and HE students as discussed below.
Marked differences were seen on "industry-person congeniality" where four of the independent variables made significant contributions to prediction. Notably, of these three had OR below 1 indicating, for example, that for these items HE participants were less likely to agree than VET participants. For these, the level of disagreement of the HE participants can be identified by a reciprocal calculation, thus for the OR of .54 (thus reciprocal of 1.85), this can be interpreted as the HE participants being around twice more likely to feel they fit with the job. Similar patterns of findings were found on the three other significant items. For instance, the OR of .58 (reciprocal of 1.72) recorded for item 6 'pleased to satisfy customers' indicates that the HE participants being around twice as likely to please tourists. The dimension of "pay/promotion opportunities", an important one particularly for those with strong career expectations, also included several relevant issues, with three independent variables ('satisfactory promotion' , 'experience-based promotion' , and 'inconsistent promotion'), identified as significant (p = .011, p = .023 and p = .009). These items highlight the stronger longer-term interests of the HE students. For example, in looking at 'satisfactory promotion' the OR of 2.02 indicates that where a participant did not feel that promotion opportunities were satisfactory, they were almost twice as likely to be a HE participant. Similarly, HE students were less likely to feel that number of years worked in the industry should be linked to promotion decisions, or general concerns by HE students about the consistency of promotions in the hospitality.
With respect to "commitment to the industry", three independent variables ('outweigh of disadvantages' , 'wanting hospitality work' , and 'no plan for hospitality work') were found in this model to make significant contributions to prediction (p = .001, p = .000, and p = .001, respectively). These items highlight the lack of commitment to the industry of the HE students. For example, the OR value of 2.0 recorded for 'commitment to the industry' suggested that the more a participant agreed that the disadvantages outweighed the advantages in the hospitality industry, two times more likely they were a HE participant. Similarly, the HE students were less likely to indicate their interest in working in the hospitality after graduation.
The results for "co-workers" showed that three of the independent variables made significant contributions to prediction. The first significant predictor 'easy making friend with' (p = .000) recorded an OR of .28 (reciprocal of 3.57). This indicates that the more a participant agreed it was easy to make friends with workers in the hospitality industry, over three and a half times more likely they were a VET participant. 'Easy getting along with' was the second significant predictor (p = .002). The OR value of 2.34 indicates that the response to the Likert scale is raised by one point, i.e., the less they agreed that it was easy to get along with people working in the hospitality industry, the participant is over twice as likely to be a HE participant.
Only one independent variable ('with no hospitality background') on the model on "managers" made significant contributions to prediction (p = .006). The predictor recorded an OR of 1.82 suggested that the HE participants were almost twice as likely to be negative about the educational background in hospitality of managers. For "social status", only one of the independent variables, item 1 'family pride' made a significant contribution to the model (p = .000, OR = 2.16). This indicates that HE participants were around twice as likely to indicate that their family was proud of their hospitality career.
From this analysis, the identified differences support the development of different profiles of HE and VET students. HE students look to hospitality as a career, one that many see their families as having pride in. They were particularly interested in fair and meritbased promotion opportunities, and were more likely to be critical of current management. Many appeared to have considered their own personal fit with the hospitality industry, and where they could assess the benefits of working in the industry long-term outweighed potential disadvantages, they had a stronger long-term commitment. VET students, on the other hand, were generally contented with different aspects of the hospitality workplaces. They were not particularly concerned about but generally satisfied with promotion opportunities in the industry. They perceived themselves to be in good interactions with their co-workers. They therefore expressed a more vested interest in hospitality careers.
Discussion
Results indicated marked differences between the views of the HE participants and the VET participants on several aspects of hospitality workplaces, including the industryperson congeniality, pay and promotion opportunities, co-workers, managers, and commitment to the hospitality industry.
VET students expressed more positive attitudes towards their experience of working in the hospitality industry. This finding contrasts with previous studies examining college students' views of industry experiences in other countries such as Turkey, the United States, and Australia, which identified a relationship between students' direct experience with the industry, and their negative attitudes towards hospitality jobs (Aksu and Köksal 2005; Kusluvan and Kusluvan 2000; Richardson 2010a ). Findings from this study indicate that the results from the VET students align with the view that direct interaction with hospitality industry workplaces leads to more favourable evaluations of careers in the industry (Richardson and Thomas 2012) . In contrast, findings indicated that HE students' desire to work in the hospitality industry were decreased after direct interaction with workplaces. This finding aligns with a number of studies investigating the impact of internships on career intentions and motivation to work in the hospitality industry (Busby and Gibson 2010; Divine et al. 2007; Kusluvan et al. 2003) . The HE students' resultant low level of commitment to the industry found in this study aligns with other research in the Netherlands and China indicating hospitality students' ambitions for future careers tends to decline as they gain experience, and become aware of the actual circumstances of working in the industry (Blomme et al. 2009; Jenkins 2001; Wang and Huang 2014) . These findings suggest that whilst the VET students have more realistic expectations, the HE students have inflated expectations, and poor preparation for workplaces. HE students' low career commitment also confirm previous research indicating the transient nature of hospitality/tourism careers (e.g., Bednarska and Olszewski 2013; Jiang and Tribe 2009; Kusluvan and Kusluvan 2000; Richardson 2010a; Richardson and Butler 2012) .
Results of this study highlighted the mismatch between HE students' expectations on entering the industry, and the realities of working in the industry. These findings have been reported in previous studies (Jenkins 2001; O'Leary and Deegan 2005; Raybould and Wilkins 2005) , and this mismatch may consequently result in graduates leaving the industry. Dissatisfaction with hospitality workplaces, as a result of unmet expectations, may result in a lack of return on students' investment in education in terms of money, effort and time, with the associated loss of these students from the industry reflecting an inefficient HE system. Thus, labour market entry and HE credentials become an issue for students. Since student expectations may be re-aligned through internships (Harris and Zhao 2004) , this has important implications for collaborative efforts between the industry and HEIs to enable these expectations to be re-aligned in a positive manner. Students should be adequately prepared at institutions to transition into the hospitality work environment. They should be presented with realistic view of the conditions of working in the industry so that they can accurately envision the benefits and demands of a hospitality career. These findings highlight the need for diverse and realistic career orientations for students if Vietnam is to realise benefits from its investment in HE. It is also important to recognise that students' decisions regarding career choices may change over time (Wang and Huang 2014) . In reality, since an individual career choice can be influenced by interactions, turning points and transformations throughout the individual's lifetime (Öhman and Stenlund 2001; Tanova et al. 2008) , an awareness of students' perceptions, and understanding students' perspectives towards career decisions, can make those turning points and transformations more positive for the individual, as well as stakeholders involved.
Additionally, HE students in this study expressed concern regarding promotion opportunities in the Vietnamese hospitality industry. They perceived their future chances of being promoted to the managerial level as limited, and reported that they felt mechanisms for promotion lacked consistency in the industry. This appeared likely to impact on their long-term commitment to hospitality as a career. Evidence in this study confirms the phenomenon of limited diffusion of knowledge and skills at the managerial level in multinational hotel enterprises in developing countries (Andriotis 2002; Fortanier and Van Wijik 2010; Kusluvan and Karamustafa 2001) . Key management positions are generally outsourced to maintain firm specific advantages (Andriotis 2002; Dunning 1988 ), and only basic operational level skill personnel are trained locally to assure service quality and performance (Ascher 1985; Dunning 1988; Kusluvan and Karamustafa 2001) . Such outsourcing strategies for management positions were found to jeopardise employment opportunities in the local community (Fortanier and Van Wijik 2010; Kusluvan and Karamustafa 2001; Mowforth and Munt 2003) . This also limits both potential upskilling for local HE trainees and graduates as they potentially transition from their academic learning environments into industry practice. The situation in the Vietnamese context also aligns with research elsewhere reporting the inability of many HE graduates to apply their knowledge and skills in their workplaces (Elias and Purcell 2004; Keep and Mayhew 2004) . This has important implications for a clear differentiation between VET and HE in terms of academic and professional preparation for students at relevant levels, and confirms the importance of a differentiated career path for VET and HE graduates recognised by the hospitality industry.
HE students' decreased commitment to working in the hospitality industry has important implications for industry employers. The lack of highly skilled and motivated local personnel may have a negative impact on service quality, potentially resulting in negative consequences for customer satisfaction and loyalty, and ultimately impacting on the economic competitiveness of the sector. In addition, without a shift in approach the current practice of outsourcing highly skilled hospitality staff to work in high-end hospitality operations is likely to continue, with associated long-term costs and implications for Vietnam. Interestingly, some research has suggested that increased exposure to hospitality/tourism working environment tends to bring about positive change to student commitment to the industry (Bednarska and Olszewski 2013) ; however, the results of this study indicated that such change is not currently occurring in Vietnam, due to student perceptions of their limited future career paths in the industry.
Conclusion
Findings from this study indicate differences between VET and HE student interns, and their likely long-term commitment to the hospitality industry, which have major implications for the long-term development of the hospitality industry in Vietnam. While the VET students who were well prepared for lower-level operational roles in the industry, were generally satisfied, different issues were highlighted with the HE students, with long-term retention of this group in the industry found to be questionable.
The results of this study have important implications for various stakeholder groups. Students' negative perceptions, associated with their internship experiences in different aspects of hospitality workplaces, currently appear to result in detrimental consequences for HE students, with many not planning on remaining in the hospitality sector. This has both short-term and long-term implications for hospitality employers, hospitality educational providers, and Vietnam's HE system. These implications result in immediate workforce issues, limiting the higher level skills available in the sector, and also pressures on the HE system to contribute to an increase in the international competitiveness of its sector-thus having implications for government and policy makers.
The sample of tertiary hospitality students in this study was predominantly obtained in Ho Chi Minh City (HCMC), located in South Vietnam. As such, the findings of this study are not generalisable to other populations; however the findings are suggestive of possible patterns in HCMC and other regions across Vietnam as HCMC is considered the educational centre of the country with the most developed private HE sector, where the majority of hospitality HE programs are provided. In addition, student enrolments in these programs are sourced from regions all over Vietnam, thus providing additional evidence to address the scarcity of research in HE in the Vietnamese context. Future empirical studies are recommended to further confirm the validity and reliability of the scale measuring hospitality students' attitudes of hospitality workplaces in the Vietnamese context, on a larger sample. the informed consent information was presented in the introduction page of the online survey to assure the participants that the survey responses were anonymous and confidential, and participants had freedom to decide whether to participate in the research.
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